This study examines the relationships between employees' cultural value orientations and their innovative work behaviors and the mediation effects of self-leadership in the relationships. Four hundred and eighty two employees working at various firms in Korea and China responded to a questionnaire consisting of measures designed to assess uncertainty avoidance, power distance, and innovative work behavior. Analyses of the data revealed that power distance was negatively related to innovative work behavior for both respondents while uncertainty avoidance was positively related to innovative work behavior. The mediation effects of self-leadership were also found. This study contributes to current research literature by providing empirical evidence for the role of self-leadership in the mechanism linking individuals' cultural value orientations and innovative work behavior. The study also discusses similarities and differences in the patterns of power distance, uncertainty avoidance, innovative work behavior, and self-leadership across Korean and Chinese respondents and their implications in changing business environment.
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Although innovation is a prerequisite for success to most organizations (Chakraborti, 2003) , it can be also stressful to individual employees because they need to cope with many types of changes that include work procedure, work role and responsibility, and task of learning new knowledge, etc. (Staw & Boettger, 1990) .
As the future success of adopted innovation is uncertain, individuals often experience anxiety and worries on whether innovation will be beneficial or harmful to themselves (Teece & Leih, 2016) . Thus, individuals, although being the critical key players for innovation, can be either more initiative or be more reluctant to participate in the innovation process depending on their acceptance of uncertainty. Another significant barrier of innovation is the perceived power and hierarchy existing within the organization and inside individuals' minds.
Innovation requires collaborative efforts among many individuals in the organization. Even if an individual has an excellent innovative idea and feels highly confident of its success in future, innovation cannot be possible unless one successfully works with others in the organization to endorse the idea, obtain resource supply, support, and agreement for decision making for the promotion, execution, and implementation of the innovative ideas (Scott & Bruce, 1994) . Then, if a highly hierarchical power based culture exists within the organization, individuals may feel it difficult to strongly proceed with the innovative ideas because they expect their ideas and efforts will be hardly accepted by others (Klein & Knight, 2005) .
These two issues are closely related with the cultural value orientations, uncertainty avoidance and power distance which Hofestde(1980 Hofestde( , 2001 theorized. Yet, only a limited number of studies discussed the culture-innovation relationship in general (McLean, 2005; Oldham & Cummings, 1996) and, if any, those studies are currently restricted to show only the existence of bivariate relationships between cultural dimensions and innovation or to provide post-hoc explanation for the relationships found (Gelfand, Eerez, & Aycan, 2007) . As a result, the efforts to find the mechanism linking cultural value orientations with innovation at individual level are still absent in current literature.
One possible way is by looking at the role of self-leadership. Innovation expects that individuals are not just passive agents but rather they must be guiding themselves. Because innovation is a risky idea and does not often come with immediate rewards, individuals need to control oneself with self-reward and self-feedback that their efforts for innovation will have positive outcomes. These are the several characteristics that the concept of self-leadership emphasizes on (Anderson & Manz, 1998) . Self-leadership drives people from internal motivation to act on and produce concrete outcomes at work with minimum external managerial guidance, particularly in high uncertainty situation (Pearce & Manz, 2005) . Yet, there is currently no Jungsik Kim․Fan Zhou / Influences of Power Distance and Uncertainty Avoidance on Innovative Work Behavior: Mediation effects of Self-Leadership -671 -empirical evidence linking power distance and uncertainty avoidance with innovation through self-leadership although power distance and uncertainty avoidance have been studied in numerous studies(see Daniels & Gerguras, 2014 for review).
Therefore, this study aims to investigate the relationship by focusing on the innovative work behavior, which corresponds to the innovation at an individual level. We pursue this goals by analyzing a cross-national sample consisting of Korean and Chinese respondents. Analyses of a cross-national sample can give us a more reliable conclusion through extended scope of samples with different cultural backgrounds. It also can provide practical knowledge and insights to the human resources management experts in multi-cultural or multi-national organization which is increasing in numbers recently.
Innovative Work Behavior
Innovative work behavior is defined as "the intentional creation, introduction and application of new ideas within a work role, group or organization for benefit of role performance, the group, or the organization" (Janssen, 2000) .
Although innovation, creativity, and innovative work behavior are often interchangeably used in research (Scott & Bruce, 1994) , innovative work behavior is a concept that links between creativity and innovation. Creativity refers to a generation of novel and useful ideas, whereas innovation refers to outcomes achieved eventually after successful promotion and implementation of creative ideas (Amabile et al., 1996; Woodman et al., 1993) . Also, while creativity is quite a general and an abstractive concept that includes cognitive ability, response, and behavioral patterns (Amabile et al., 1996) (Janssen, 2004; Kanter, 1988 (Kanter, 1988) .
Similarly, culture is a set of values and beliefs that members in a society collectively share (Schwartz, 1999 (Hofstede, 1980) . In organizational context, the meaning of power distance often corresponds to the extent to which individuals believe that supervisors should have more power and authority to influence employees' actions and behaviors (Dorfman & Howell, 1988 ).
According to literature, power distance in organizations influences innovative work behavior through interpersonal interactions including communication (Alves et al., 2006) . In high power distance culture organization, individuals are often a passive receiver and the communication for direction and decision making occurs in top-down manner (House et al., 2004; Javidan & House, 2001) . Although sharing information is a crucial factor in the innovation process (Goldsmith & Witt, 2005; Lyons & Hendersen, 2005) , the level and quantity of information exchanged among the employees is limited in high power distance environment (Bialas, 2009) . Innovation process that occurs in three steps, generation of creative ideas and promotion and implementation of the ideas (Scott & Bruce, 1994 (Herbig & Dunphy, 1998) . Also, negative correlation between patented invention and power distance (Shane, 1992) , negative effect by power distance on trade-marks per capita (Shane, 1993) and on economic creativity in a country (Williams & McQuire, 2005) are reported.
Thus, we believe that power distance will be negatively related to innovative work behavior.
H1: Power distance is negatively related to innovative work behavior. (Hofstede, 2001) . From individuals' perspective, uncertainty avoidance also means the level of stress that individuals experience when facing the unknown (Gupta, 2011; Hofstede, 2001; Venkataraman et al, 1993) .
A number of studies suggest a negative relationship between uncertainty avoidance and innovative work behavior. Individuals try to avoid uncertainty by conforming to reliable control such as social norms, rituals, and conventional practices (House et al., 2002; Schneider, 1989 Neck & Houghton(2006) rationalizes that high uncertainty avoidance culture tend to be more controlling and less delegating, which in turn produces less creativity and innovation. In comparison, people with low uncertainty avoidance can be more tolerant with ambiguity.
They are less rule-oriented, taking more risks, and more likely to accept change while exploring more novel ideas, which is the foundation of innovation (Erez & Nouri, 2010) .
The same phenomenon is observed at a macro level: uncertainty avoidance had a negative effect 한국심리학회지: 산업 및 조직 -674 -on the number of trademarks per capita (Shane, 1993) and economic creativity of a country (Williams & McQuire, 2005) . Therefore, we
propose that a negative relationship exists between uncertainty avoidance and innovative work behavior.
H2: Uncertainty avoidance is negatively related to innovative work behavior.
Self-Leadership and Innovative Work Behavior
As innovation is a complex process (Scott and Bruce, 1994) , there exist many obstacles and psychological frustration to organizational members on the route to innovation. Thus, Howell(2005) claims that the success of innovation requires individuals who have confidence, persistence, enthusiasm, and willingness to risk their privilege in current status, and psychological stability to resist the stress from the insecurity and uncertainty occurring during the innovation process. In other words, individuals need to own a strong internal force that pushes them to proceed when facing the obstacles in innovation (Shalley & Gilson, 2004) .
We propose that key personal elements for such activities are well reflected in the concept of self-leadership. Self-leadership is a process through which individuals regulate and mange themselves to attain desired goals by using three primary strategies (Houghton & Yaho, 2005; Prussia, Anderson & Manz, 1998 (Manz & Neck, 1999) .
People with good self-leadership skills can produce innovative behaviors more effectively through self-leadership strategies (Houghton et al., 2003; Manz & Neck, 1999) . focus on potentially available opportunities in times of difficulties, rather than thinking about the difficulties as obstacles (Manz, 1992; Neck & Manz, 1992) . Self-reward strategy can be favorable to innovative work behavior by providing positive self-corrective feedback (Manz & Neck, 1999 (Barri & Glynn, 2004) . Also it is reported that the more people feel uncertainty, people cope with uncertainty by self-regulation either reducing self-discrepancies (Roney & Sorrentino, 1995 
Results

Descriptive Analyses
We first ran a measurement model test to check if the data from both Korean and Chinese respondents had an equivalent factor structure.
To do so, the survey items with low correlations with other items were initially excluded through reliability analysis and a confirmatory factor analysis was run. In order to be comparable across sample, each of Korean, Chinese, and combined samples should show good and equivalent model fits.
Items with low correlations with other items were initially excluded through reliability analysis.
Also, we deleted the factors of which weights were less than .50. Then, items of which CR were more than .70 but AVE(Average Variance Extracted) were less than .50, and the standardized regression weights were over .50
remained. Also, we discussed whether problematic items had good a face validity in both Korean and Chinese languages. For instance, problematic items were written too broad or ambiguously so they would produce different connotative meanings to different respondents. As a result, all items for power distance and uncertainty avoidance remained and three items were dropped from self-leadership. (1978) that the Cronbach's α value is higher than .70.
Therefore, it was concluded that the data from both Korean and Chinese respondents have similar factor structures enough for comparison.
Multiple t-tests were run to compared Korean and Chinese respondents' scores in all measures.
Korean respondents showed higher uncertainty avoidance than Chinese whereas Chinese respondents showed higher power distance than
Korean(See Table 1 for Chinese). Chinese respondents also evaluated the level of their innovative work behavior and self-leadership higher than Korean respondents (see Table 1 ). As innovative work behavior is a self-reported measure, comparisons at its absolute values may not be completely free from the biases caused by translation, differences in connotative meaning of the questions, and psychometric differences such as central tendency.
Thus, we focused on the patterns of relationships among variables based on the correlational analyses and the structural model test in the next section.
Hypothesis Testing
Correlation Analysis
As predicted, negative correlations were found between power distance and innovative work behavior(r = -.370, p < .01 for Korean, r =-.357 for Chinese). power distance was also negatively related to self-leadership(r = -.176 for Korean, r = -.184 for Chinese). Self-leadership showed high correlations with innovative work behavior in both groups(see Table 4 for details). Correlations in upper right of diagonal = Chinese; Italic number = Cronbach α for Korean sample; Italic number in parenthesis = Cronbach α for Chinese sample Behavioral = behavioral strategy, thought = constructive thought strategy, reward = reward strategy Table 3 .
Therefore, Hypothesis 3 and 4 were supported based on these results. (Bialas, 2009; Herbig & Dunphy, 1998; Van Evergingen & Waarts, 2003) . Surprisingly, uncertainty avoidance was positively related to innovative work behavior both for Chinese and Korean respondents. This is an opposite result from the prediction based on the previous literature (Jansen, Van Den Bosch & Volberda, 2006; Miron, Erez, & Naveh, 2004; O'Reilly, et al., 1991; Shane, 1993; Williams & McQuire, 2005 (Hill & Rothaermel, 2003) . Compared with radical innovation, incremental innovation aims for secured success because it primarily focuses developing familiar routine in work into a better one (Markus, 2012; Wang, 2012 (Gupta, 2011) . In fact, there is empirical evidence supporting this rationale. As discussed in introduction, uncertainty sometimes does not affect innovation (Grinstein, 2008) or even has a positive relationship with it (Gupta, 2011 Schweder(1991) , mentioned that in order to achieve benefits and harmony from this multi-cultural world, we should seek for universal truth but not in a dogmatic way. Our finding echoes the same wisdom is valid in organizational management, too.
Limitations and Suggestions
This study also has several limitations. 
